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ABSTPACT ^ 

This publication describes various approaches used by 
school districts to deter mine . salary ■ schedules for principals* and 
vice-princrpals and presents sample salary schedules and criteria 
illustrating eight different approaches. The information presented 
here was derived from data gathered during the 197U-75 National 
Survey of Salaries and Wages in Pul^ic Schools conducted by 
Fducational PesearT>h Service. The 'eight approaches described are' 
generally variations on five methods of setting principals* salary 
schedules: a separate salary schedule, unrelated to any other salary 
in the district; ♦a salary schedule based on a percentage of the 
district superintendent's salary; a salary schedule based on a 
percentage of the salary of senior high school principals in the 
district; a salary schedule based on a percentage of some other 
reference figure (such as the average of superintendents* salaries in 
neighboring districts) ; and s.^ilaries set independently for each 
principal, either through individual negdtiations or based on a 
subjective decision, by the superintendent or school board. '(JG) 
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CONSTRUCT liyG SALARY SCHEDULES 
for Principals & Assistant Principals 



During the last two years NASSP has- pub 1 i shed Administrative Infomation 
Reports that describe salaries of principals and assistant principals. Diese 
fepbrts of data gathered by both NASSP and Educ^t iona 1 Research Service enabled 
members to^make importanf local salary comparisons. Based on school district 
enrollment size and per puprl expenditure factory from eight different regions 
of the country, the data in these reports presented summaries of maximum and 
minimum salaries during 197^-75.. .Response to these reports was outstanding, 
and an update of thes^ publications is being planned for 1975-76, / 

A- detailed review of the salary data by. NASSP reveals much more than salary 
maximums and minimum?. Major changes continue to occur in the way salary 
ischedules for principals and assistant principals are being developed*. The \ 
trend to relate principals* salary" schedules to classroom teachers by' an index^ 
a ratio, or a dollar differential ha^ reversed since 1969-70, when 72 percent' 
of the school systems in the nation reported such a practice. Currently, only 
36 percent of the school districts use a salary approach for principals and 
assistant principals that -d i rect 1 y ^rel ates an -admi n i strator ' s compensat ion prTan 
to a^ teachers ' s-a 1 ar^ , schedule . ' ^ j 

During this past„year many |nqui r ie'^s from members have stressed the need for 
additional information pertaining to the construction of these independent salary 
schedules. Th^s ^Ji? issue has been specifically developed to highlight various 
methods currently befng used by different school districts to schedule salaries 
for principals and assistant principals. Some qf the ideas contained in 'these 
various approaches to salary const ruct ion may be of assistance as various alterna- 
tives to local administrator compensation plans are "reviewed. ' ' 
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This special AIR publication is bejng sent to all members of NASSP, and 
additional copies can be obtained from the NASSP Office of Professional 
Assistance, 190^ Association Drive, Reston, Va . 22091, at a cast of 
25 cen^s per copy. (Orders of less than $5 must be prepaid.) 
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GENERAL OBSERVATIONS RELATlHfi TO SALARY METHODS * 



64 percent of the salary schedules for principals were derived 
iride^eK'Ser.zi'^ of schedules for classroom teachers. Almost 73 
percent of the principals* schedules for large systems with ^ 
enrollments of 25,000 or more were iKd^fendent, 

34 percent of the schedules for p/'incipals were' indexed to some 
*point of reference on the teachers ^ schedules . The remaining 
two percent were structured by adding definite^ amounts to the 
point on the teachers* schedule wl^ere^he principals would be 
placed or; the basis of preparation and experience. * 

75 percent of the salary schedules provided salary differentials 
for elementary, junior "high/middle school, and senior »high prin- 
cipals; 11 percent made no salary distinctions by position,, 
although salary differentials usually occurred on the basi,s of 
varying length .of work year. 

The mean number of days on duty for elementary principafls in 
reporting systems was- 218; for junior high/middle s.chool princi- 
pals, 224 days; and for senior. high principals, 240 days. 

Salaries , scheduled for pr,incipals differed frequently within- the 
same school System on th6 basis of various size factors, such as 
number of teachers supervised, building enrollment,' number of 
classrooms, and "number of certificated staff. 

The mean maximum and minimum schedliled salaries for principals 
tended to be higher for* those systems which do not specify academic 
. pteparation levels in their schedules. The mean maximum- scheduled 
Salary for senior high principals in systems not specifying academic , 
preparatiorl levels .in their schedules was $25,620^ conipared with a 
maximum of ^22, /SS for the master's degree, $24,307 for six^ years of 
preparation^ and $25^174 for a doctor's degree. 

The mean maximum scheduled salaries were higher in those schedules 
that were derived independently from teachers' schedules, as opposed 
to Dhose that were based' on an .index or ratio to teachers* schedules. 
The mean maximum scheduled salary for .senior high prfncipals in 
independent, schedules where no preparation levels were specified was ^ 
$25,956, -compared with $24,514 in those schedules that were based on 
.a ratio to teachers* schedtiles. For junior high principals the ainounts 
were $23,73.1 and $22,293, respectively. . 



* Taken from data submitted during the ERS National Survey 
of Salaries and Wag^s in Public Schools, 1974-75. 



.CONSTRUCTING INDEPENDENT SAURY SCHEDULES 



When salary schedules for principals 'and assistant principals 
established without relationship to teachers' compensalion plans, 
salcanji iaae is generally determined in one of the following ways: 



1. Separate base , determined independently and apparently 
unrelated to any other schedule or employee's salary in 
'the school system. 

. * 2. Related to the superintendent's salary, with the base 

point of the salary schedule for principals established 
in a specific index or ratio to the salary' of the- 
superintendent in the school system. " . 

3. Related to th^ salarg of sender high principals , with 
the base point of the salary schedule for elementary and 
junior high/jniddle school principals established by an 
index or ratio to the salary of the senior high school 
principals in the school system. 

'4. Related to some other base, such as relating the base 
point of the principals' salary schedule to the average 
salaries paid superintendents in the neighboring districts , 
or to the regional average salary paid' principals or 
assistant principals,. * . . ' 

5. Individual determination , with the specific salary paid 
each principal being established as, a subjective decision 
by the superintendent or school board or by individual 
nefgotiation. 

After (establishing a base or floor for.- the schedule, many school 
system^ use a variety of factors to build a complete structure of / 
compensation for a principal or assistant principal.. Examples of 
these additive pay factors would include: 

' • Instruotional level sixperoised (elementary ^ junior 
high/middle school^ senior high level). 

^ • Scope of responsibility (enrollment^ teachers 

supervised^ number of classrooms^ total' building 
staffs etc. 

• Contract days on duty. 

• Academic preparation level:- 

Years of experience (in and out of the sehool 
system—as 'a teacher or as an administrator^ or 
both). 

1 , 



Cost of living adjustments (sometime^^-s^^ed to the 

• Consumer Price Index). * / ^ f 

• A fixed or variable incremental pattem'within the 
schedule. * 

• Professional growth credits (academic course worky 
inservice experiences including institutes and 
conferences attended^ travel^ etc.). 

• Longevity or long-service steps (in addition to 
regular incremental steps). 

• Performance evaluation (advancement along schedule ^ 
contingent 'upon independent evaluation of principal's 
performance). 

< 

The following approaches to salary construction were sent to«>NASSP's 
attention during* the national survey of salaries last)year. They are 
presented without technical modification. Because of space requirements 
in a summary report of this type, most examples shown reflect specific 
data relating only to principals and > assistant principals. Additional 
information regarding other position levels is available upon request from 
NASSP's Office of Professional Assistance. * 



ADMINISTRATIVE SALARY SCHEDULES — ]974-75 



Approach I 


POSITION 


LEVEL APPROACH 




1 

I' ■ 












Position 
Level Base Salary 


25% of Range 


Midpoint 


1 

75% of Range 


Maximum 
Rate. 


.1. $ 


22,485 


'$ 25,294 


$ 28,102 


$ 30,911 


$ 33,720 


• 2\ 


2X>300 


23,9^62 


26,625 


29,2.88 


- 31,950 


3 : ' ■ 


20,120 


22,634- • 


' 25, ■1-48 


27,661 


30,175 


4 ' ' • 


18,930- 


21,298 


23,665 


26,032 


28,400 


5 


18,050 


20,305 ■ 


22,560 


24,815 


27,070 


6,- 


17,160 - 


19,304 , 


21,448 


23,59; 


25,735 


. 7. 


16,265 


18,300 


20,335 


22,370 


^ 24,405 


• 8 - 


15-, 385 


17,308 


15,2 30 


21,152 


-23,075 


■ 9 ' * . ' 


1A,49> 


16,308 


18-,120 


19,932 


21,745 


10 


13,610 - 


.15^310 ' 


17,blO 


18,710 


• 20,410 


11 


i2,72'0 


14,309 


15,898 


17,486 


19,075 


12 


il,830 


13,3riO' 


14,790 


16,270 , 


17 ,-750 


13 ' ' 


11,240 


12-,646 


14,052 


15,459 " 


16,865- 


14 


10, .650 ; 


' . 11,980 


13,310 


14,640 


r 15,970 


15 n 


10,055 '~ 


. 11,312 


12,570 


13,828 


15,085 


16 


9,470 


10,652 


11,835 


13,018 


14,200 


.17 


8,875 


' 9,985 


11,095 


12,205 , 


13,315 


18 


8,280 


'i. 9,316 


10,352 


11,389 ' 


12,425 


19 


7,690 


8,650 


9,610 


10,570 


11,530" 


" '20 


7,100 


7,988 


5 


9,762 


10,650 



^ A. A position level is established for each admijiisfrative job, based 
on demands, responsibilities, and educatioliTl training requirements . 
Position le*^els and work days for principals and assistant principals 
follow: .V 

.Level . Pdsition ^ / work Days • 

^ " 4' ^^^^^^ ^^^^ Principal ' 249.9 ^ 

. 6 Senior High, Assistant Principal 249.5 

^ Middle School Principal " 249.5 

^ «7 Elementary Principal I 215.0 

S Elementary Principal II — - 20). 0 

9 ^Middle^ School Assistant Principal 205.0 

^ ^0 ^ Elementary Assistant ^Principal 195.0 
♦ ^ ft 

B. A salary range, ^as indicated above, is established for each position 
leve.l. It provides an opportunity to recognize' variations in the " 
responsibilities and performance of administrators in accomplishing 
assigned^d^tieG. , Salary increases are "based on individual perfor- 
mance arid growth , 

C. ■ The salary range schedule is reviewed annually and updated to reflect 

changi4ig -economic conditions. . 

* ' , 

D. The superintendent .may, at his discretion," recommehd to the board of 
education that newly appointed administrators be paid at any rate 
within the salalry range for ^that position. 

♦ • 
^E. An^ annual evaluation of all central administrative personnel will be 
made by the individual's immediate supervisor -and filed with the^ 
superintendent. The superintendent will review these evaluations and 
will recomj!f|nd salaries for each a^iminist rator t6 the board of" educa- 
tion. The following factors are -used in evaluating an individual's 
entitlement to a salary increase: v 

• Job performance in terns of^ expectation. 

• Variabz'lities in J-ob demands. 
Training and experien>se. 



Changes in cost of living. 



Other -factors deemed important in individual • 
'^circmstances. " , - 



The administrator's salary schedule" is based upon a formula of ass.ign- 
ing positions with equal re<^ponsibility to th.e same position level. 
In order to equate for the difference in the number of weeks ^empldyed, 
the salary range for positions requiring less than 52 weeks of employ- 
ment will be calculated by using a percentage factor for eath work day. 
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Approach II 



SENiOR-HIGH PRINCIPAL'S SALARY As"" 



BASE 



Th^- salary of a senior high school principal with. a doctor's degree 'is 
^•used as a^baae. The salary for a given administrative position will be 
-•reduced by 4 percent of the base for tne firsts two years ^of ati adiiiinis,tr:a~ 
^tive appointment and^ reduced by 2 percent o£ the base during 'the thitd ,and 
fourth years' of an administrative appointment, ^nd will be pn sche^^e^ ^or 
the fifth anjd subsequent ye§rs . 1 * . • , 

Bercent of 



12-Month Administrative Staff 


SHP Salary 


Degree & 


> SaX-arQ' 








$'2^l6X)0 


Senior High Principals (SEP) 


100% 


Doctora te 




' 98 


MA -f-'.JO hrs. 


24^, hp , 


Junior High Principals 


90 


Doctorate 


22,l\q/ . 






MA + '*30 hrs. 


21,650^ , 




83 


MA 


20,420 ^ 




77 


,BA 


,18^; 9 4^ 

21^^^ " 


Elementary Principals and 


87' 


Doctorate 


Senxo^ High Vice Principals . 


35 


MA -h 30 hrs. 


20,910 


80 . 


MA 


19^680 




74 


BA /* ' . 


18,200 



lOh-Month Administrative Staff 



Junior High Vice Principals 


77 


HA -f- 


30^ hrs. 


18, ,9 40 


and Senior"High Assistant 


75 ^ 


MA . 




17,960 


to the Principal 










Junior High Assi^:ftaht to 


75.5 


MA + 


30 hrs. 


1^510 


the Priricipal 


71.5 


MA 




17 ,^90 



Approach III 



FORMULA APPROACHr-rSUPERINTENDEKT'S SALARY AS BASE 



This direct rsrtio ind^ salary structure . is based on an ar,bitrary stcperin- 
tendent^s salary of $*38,000. The salaries for other administrative positions 
are computed us'ing varied ratio differentials, assuring equity derived from 
the establish^/ci criteria* T?ie direct rat;io index salary structure facilitates 
the f lexfl^^ility nec'essary to Meet* changing objectives and roles and determin- 
ing an individual's .gnnual salary. Only the i:ole and time ratios, remuneration 
for longevity increments ^ ^nd^he performance factor would necessitate 
annual adjustment.^ This is commensurate withr the overall 'projected annual 
incrjB^e, whiclf also reflects the*cost-of-living facitor* After such 'adjust- 
ments, the rktipQal differentials among roles still jmaintain a constant 
relationship^. ^ J* 



The approach is expressed in the- following formula: 

C = B X (R .+ T) X (P -f l"^ 



- Administrator's compensation 

B = Base superintendent's salary 

R = Role ratio — which encompasses education, 
training, certification, experience, 
special skills, responsibilities , 
situational factors, and working - 
conditions. . 

T = Time ratio. — which Encompasses contractual 
commitment; i\e., 10-month, lO^-month, 
,or 12-month contracts. 

P = Performance Assessment 

L = Longevity ^~ service to district exclusively, 
including teaching and counseling as 
well as supervisory and/or adnj^nistratfve 
experience (IS'-IQ years: $200; 20 years 
and above: $500). 



1. CRITERIA FOR DETERMINING SALARY STRUCTURES^ 
FOR ADMINIST.RATIVE PERSONNEL 



Areas of ^Focus 

Professionc\l Background 
(Qualifications required) 



B3f 



Duties, Responsibilities , 
and)Bnvironmental' Factors 



0 



Elements of Criteria ' ^ 
• « 

Education (degree, credit units), 
training (knowledge, expertise) , 
certification (s) , experience, nature 
of special skills or expertise, and 
oth^r background. 

Description of^tasks actually 
performed directly or indirectly: 
quantity -and frequency of contacts • 
with the public, unique services 
performed; nature of delegated , 
authority and responsibilities; ^ 
status in relatidn to other adminis- 
trative positions; span of controT, 
number of people^supervised and, 
evaluated^ financial responsibility 
(amount of fiscal authority and 
accountability) ; degree of conflict 
.or tension of specific position: 
^ degree of pressures and stress of 
^ assigned tasks; degree of 'creativity 
and innovation^ required . 
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RATIO VALUES 

A . . Professional Background ' • 

• Education (includes credit for satisfactory cokpletion 
of insaxvice' sprograms) 



B.A. 
M.A. 
'AM + 30 
MA -h 60 ' 
Doctorate^ 



.04 
.05 
.06 
.07 
.08 



Experience (includes total 'years of experience in supervision, 
administration f and related fields in this 
district as well as other districts . It is ^ 
acknowledged that the individual has the 
appropriate certification for the position held.) 



None 


.00 


.4 


years 


.08 




1 year 


.02 


5 


years 


.10 




2 years 


.04 


'6 


ye^rs 


^12 




3\y^ears 


.06 


7 


years 


.14 





'B. Duties, Responsibilities , and Environmental Factors 



Senior High Principal 

Junior High Principal 

Elementary Principal 

Senior Highl Assistant Principal 

Junior High Assistant Principal 

Elementary Assistant Principal 



r 

.36 
.30 
.24 
.21 
.18 
.15 



Time 



.17 
.18 
^20 



is .36 
is .82 



(Contractual Commitment) 

10-month^ personnel ' ■ 
10^-month personnel 
12-month personnel t 

Total ratio minimum for.iralues A-C for an administrative position 

Total' ratio maximum fox va^lvtes A-C fdr an administpcative position 
; • ^ ^ . » * ' 

3* PERFORMANCE RATING QF SCHOOL DISTRICT ADMINISTRATORS 

, * • ' ' , • . 

The superintendent of schools, follovfing criteria to be developed 
by .district administrative^ personnel in accord wiph the superintend ^ 
dent,' shall conduct a final evaluation of all administrative 
. personnel. The superintendent may assess an additional remuneration 
to an individual's base salary in accordance with the established ^ 

.--^ formula for on& df the stated purposes: 

o ' ' * ' 

As an incentive to 'encourage, better performance the following 
year. * * • 

To awand satisfactory performance. * ^ • • 

To award commendable performance. 1 

• * .3 . 



(a) 

C 

■ (b) 
■(c)- 
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tn assessing additional remuneration for the above three purposes f 
weights are established^ both for the Ratings given and the area 
evaluated r resulting iji a cqmposite value factor which is trans-- 
lated into a one-word descriptive rating scale: 



Satisfactory 



No weight assigned 



Little or no time devoted to position beyond contractual m 
commitment; assumed few or no responsibilities outside of 
job description; lit^tle or no service rendered to pro- 
fessional and/or community organizations,^ 



Good 



-01 to .06 



Worked moderately hard; assumed Responsibilities beyond 
job limits; se-rved professional and/or community orga}ti'- 
zations; prpvided assistance to the hoard of^ education 
during negotiations, with othev employees; demonstrated 
competent performance meeting pie standards in all criti- 



cal factors for the 'position. 
Excellent 



.07*to -12 



'Worked hck*d and well; accepted many extra duties and 
responsibilities beyond the requirements of thp posi- 
tion; 'served professional and/or comrrnxnity organiza- 
tions in leadership^ capacities; provided much assis- 
tance to the board of education during negqtiations with 
ather employees; contributed to^ professional literature . 
directly or indirectly ; Consistently demonstrated compe- 
tent performance^ meeting and exceeding standards in all ^ 
critical factors for the position; ^did an outstajidUng job 
in all the foregoing consideration's; total performance^ 
well adove normal. standards for the position. 



Approach, IV 



ELEMENTARY ASSISTANT PRINCIPAL'S SALARY. SETS THE BASE 



The administrative salary schedule" is for thpse personnel on a 205-day 
assignment and is, based upon the following^f actors : 

1. Base' Index (Elementary Assistant Principal) 
* 2 . Experience Index . \ . 

3. 'School Size Index 

4. .Education Index 

•5 . Responsibility Index 



i . Base Index 



The base index from which the computation of-- 
salary is derived is the elementary assistant 
principal 's ^salary , 



Experience /nd^x 
I 



School Size Index 



Administrative Staf f 

Principal only 

Principal 'and One 
Asisfistant Principal 

Principal and Two 
Assistant Principals 

Principal with One 

Full-time Assistant Principal and 

One Half-time Assistant Principal 



The expeiT ience- factor -4 percent per year 
on the base Index for each year of experience, 
through five years. The experience increment 
'is $496 per year from one experience level 
to the next. Experience increments are 
granted at ,the beginning of a new contract 
year. A newly hired administrator is- placed 
on t}1e)experience step appropriate for the 
administrative experience prior to entering 
th€^ocal school district administrative , 
position. 

Salary differentials shall 'be made for 
principals and assistant principals in 
various size schools. An allowance of $1.50 
per student shall be granted for each student 
over 500. Student count shall be d^^termined 
as of October 1 each year. The allowance 
shall be distributed as follows: 



Amoimt Per Student Over 500 

$ 1,50 • per 'student 

1,00 . for Principal 
.50 for Assistant Principal 

^75 ^or Principal 

•375 each Assistant Principal 

• 855* for Principal, 
.43 Full-time Asst. Principal 
, .215 Half-time Asst. Principal 



Educational Index 



Responsibility In^ex 



An additional $300 stipend shall ^ be granted 
annually for those holding an earned doctorate. 



} 



Elementary Assistant 
Principal 

Elementary Principal 
Jr. High Assistant 
Principal 

Jr., -High Principal 
.Sr. High Assistant 
Principal 

Sr. High'Princ/lpal 



Responsibility ' 
Index 

1.00 ' 
',1.06 

1.12 
1.18 



0 Years 
$ 12,400 

13,144 

. 13,988 
14^632 



Eo^erience Index ^ 
1 Year 



(etc. ) 



$ 12,896 
13,640 

14,384 
15.128 



4% per year each year , through five years. 



I 
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SURVEY OF SUPERINTENDENTS' SALARIES IN 
^NEIGHBORING DISTRICTS SETS THE BASE 



The salaries of public school administrative and instructional personnel 
on a professional level are determined primarily by, (1) th^ salary of the 
division superintendent, (2) the approved teacher salary scale, and/or 
(3) a specific -amount for a given ta^k based on similar earning situations 
in the State . ' t 

The salary of the division superintendent for any given year is determined 
by taking the average salary paid for a like position in the ten neighboring 
divisions plus the local district for the prior year, plus $200 (rounded off 
to the nearest $100. The computation for 1574-75 is as follows: 



District 
District 
.District 
District 
District 
District 



21,100 

22,988' 

24/468 

23,000 

26^,430 

32,500 



District 7 
District 8 
Dist?rict 9 ^ 
District 10 
Local District 
Total : 



25,666 
26,000 
23,000 
23,000 
2^,816> 
$ 270,968 




Superintendent 's Salary: 



$2^>968 

7 n = $24,633 + $200 = $24,800 (rounded) 



Using this computation of the base^alaty of the superintendent, other 
administrative salaries may be determined by the follof^ing fomulas: 



Secondary Principals 



Elemeyitary Principals 



Secondary (Academic) 
Assistant Principals and ' 
Elementary Full-time r 
Assistant ^Principals 

Secoyidary (Administrative) 
Assistant Principals 

Elementary Part-time 
Assistants Principals 



52% of superintendent' s salary • 
+ $2^50 per pupil -f- $150 per year 
of experience ' through 15 years. 
^: (Minimum of $13,000) 

50% of superintendent's ealairy 
-h $2.00 per pupil -f- $150 per year, 
of experience through 15 years. 
(Minimum of $12y000) 

41% of superintendent's salary 
-h $2.50 per pupi^ -f- $150 per year 
of experience through 15 years. • 

36% of super intendiht' s salary 
+ $2.50 per pupil -f- $150 per year 
of experience through 2-5 years., ^ 

$1,000 above teachers', scale. 
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• A dootorate in the fiel'd of ap&aialisation oormands 
an additionizl $2^000. 

• 1973-74 enrollm^t will be guaranteed principals * 
returning in subk^quent years, 

• An additional $400 will be paid for 22-30 years' 

^ experience; a further $400 -will be paid fo:^ 32 or 
more years' experience. Maximum. longevity is $800. 

» 

Approach VI 



s' 



• SUPERINTENDENT'S SALARY SETS THE BASE ^ 
(INCREASES DEPENDENT UPON PERFORMANCE l^SSESSMENT) 



Ratio 


Mic^-Point 


Ranges 


1 ,00 


. .$ 31,500' 


$ 28,000—35,000 


,79 ' 


. * 25,000 . 


21,500—28,500 


. ,73 


23,000 


19,500—26,500 


.68 


21,500 


18 ,000—25 ,000 


.65 


20,500 


17 ,000— 24,000 



The following_ position ratios, mid-points, and ranges have been approved 
by the board of education and are delineated in a document- entitled, 
Adrmmstrattve Performance Assessment and Salary DetemriAation: • ... 

Position 

Superintendent 

Senior nigh ^rinaipal 

Junior High Principal 

Elementary Principal and 
• Sr. High ^sst^ Principal — 

I 

Jr. High Asst. Principal' 

\ agreement on salary for the first "yeajr in a new position is reached, 

then the difference between this salary and the top of the "range for that - 
year becomes the amount^ available for increases, based upon performance 
This sum would be available for distribution over the next three years of 
employment, dependent upon the percentage of achievement 'of objectives. The 
percentage of each 'administrator's range available for increases is as follows 

Work Year Difference: Current Salary and Top of Range 

1 ' 9 40% difference ■ ' ' 

2 ■ 35% difference \ 

3 ^ 25% 'difference 

During the fourth year and subsequent years (until the range is ohcmged) the 
total amount of the difference between an administrator's actual salary and 
the top of the range would be available. 

' • • 13 ' • 
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jApproach VII 



SURVEY OF PRINCIPALS' SALARI^ m 
NEIGHBORING DISTRICTS SETS. THE BASE 



The committee charged with the responsibility for development of an 
administrative salary schedule has attempted to incorporate within such 
a schedule thos§ factors which are pertinent to administrative positions. 
As a base pointy medians were established for minimum and maximum 
'schedules using data from the Metropolitan Bur»eau o'f Schoo!^^ Studies • 
The committee felt' this sampling was representative of. the salary status 
of districts in this area, . y 

Administrative Position Work Days 

Supervising Elmentary Principals . ' 207 

Junior High Principals • 252 

Senior High Principals , 252 

Junior High Assistant Principals 207 

Senior High Assistant Principals 252 

Administrative Assistants . ' 252 



The salary schedule includes the following components: 

1. Mediarir minimums and maximums, 

2. Schedule of six steps. 

3. Merit or recognition of need to improve. 

' • One step advancement or regression within schedule 

• Maximum of 3% (A- top: of schedule ^ / 

4. Credited service up to two years ^ at discretion* of 
superintendent. ' - ' ^ 

5. Educational baakground -beyond M. A. degree 

\ • ♦ " ' 

• M.A.*-f- i5 (on program) $ 250 

• Educational Specialist * 500 

m • Ph.D. or Ed.D. \ 750 ^ 

6. Longevity in administrative position 

^ • 15 to. 19 years ^ 400 

" • 20 years and above 600 , 
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Senior High Principals , 
Junior High Principals 
Senior High Asst. Principals 
Junior High Asst. Principal's 



Bureau of School Studies 
1974-75 Slifvey Ranges 

$ 24,100 - 27,800 
21V700 - 25 r 400 
20,400 - 23,900 ' 
19,600 - 23,100 



Local School District 
Salaries 1974-75 * 



$ 22,450 
21,150 
20,700 
.19,550 



27,250 
25,150 
25,050 
23,300 



Schedule in 6 steps. 



Approach, VIII 



CONSUMER INDEX APPROACH 



In addition to regular salary schedule for administrators ^effective 
prior to July 1, 197i4, the following adjustments and cost-of-living approach 
were made operativeJ . ' ' . \ 

Salaries for^the contract period July 1, 1974, through June 30, 1977, shall 
be adjusted as follows: , 



Effective July i, 1974 
Effective January 1, 1^75 



Bffedtive August 11, 1975 



Effective September 1, 1976 



Five percent (5%) increase 

S±x ^rcent (6%) incxease 
with a cost-of-living' 
protection ^ ^ 

Five percent (5%) increas.e 
with ,a cost-of-living 
protection 

Four percent (4%) inci:ease 
; v^ith a cost-of-living 



protection . 



COST-OF-^LIVING PROTECTION 

In-order to provide protection against increases in' the cost of living' 
during the-term Of this agreement,, the bo^rd-of .educatioa agrees to 
adjust the salaries in accordance with the provisions contained her^edn. 

The calculations 'shall be based on the"^ percentage increase of the 
. Regional Consumer Price Index for Urban Wage Earners and Clerical ^ 
Workers published by the Bureau of 'Labor Statistics, United States 
Department of Labor (1967 = 100 as base). 



ERIC 
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Any positive result of the ca'lculations, in accordance with fhe, formula 
below, shall be applied to the basic rates t0 the nearest 0.5' percent. 

' s 



Potentia-1 Cos t~of -Living 
Adjustment Date 

January 1, 1975 



, Based on Percentage 
Increase of "Index" * 

October 1973 to October 1974- 
2 V • 



Minus 



2.75 = 



July i, 1975 
January 1 , 1976 
July 1, 1976 



April 1974 to April 1975 
2 



October 1974 to October 1975 



April 1975 to April 1976 
2 , • 



- 2.65 = 



- 2.65 



- 2.50 



January 1, 1977 



October 1975 to October 1976 



- 2.50' = 



The school districts contributing i^nformation to this report include: 

Decatur, Illinois; Dei^ Moinesy Iowa; Fauquier County , Virginia; 

Mesa County Valley, Colorado; Minneapolis, Minnesota/ North 

St. Paul'Maplewood , Minnesota; RocI;iester, Michigan; and 

Westfield , New Jersey. • " • * ^ 

Additional information on th'^is sCibject can be obtained fro;n a publication 
entitled, Methods of Scheduling jSaZaries for Principals^ Educational * ^ 
Research Ser\/ice, Inc., I8l5 North Fort Myer Drive, Arlington, Va . 22090> 
1975, 92 pp. ' ' . ^ 

Another short Professional Services Committefe J^eport has also been 
compiled recently by the New Jersey Association of Secondary SchooT Principals, 
Trenton, N.J., entitled. Model Salary Plans for Sehool Administrators. 
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Other data of interest regardi^^ salary schfedules are included in'the followiig 
tables taken from pages 10-11 of^ the 1975 ERS publication, I'lethods cf SaheduUni 
Salaries for Frihoipals . ' ' - . • ' 



Table 1 



DISTRIBUTISN OF SALARY SCHJ^DULES FOR PRINCIPALS 
CLASSIFIED BY RELATIONSHIP TO SCHEDULES FOR • 
CLASSROOM TEACHERS-" 197 4-7 5 



Relationship to 
yTeachers ' Schedule 


' 25,000 
or More 


ENROLLMENT GROUP 
. 10,000 to 300 to 
, 24,99^ 9,999 


Total All 
Reporting Systems' 


Independent (no apparent^. 










rel a ti onshi p to tea chers ' ; 


62 


76 


35 


173 


Ratio (indexed to a base of 






V 




reference 'on teachers^) 


18 


' ^ 52 ^' ^ * 


21 


91 


Dollar differential (specific 










amounts added to teachers' ) 


5 


2 


1 


8 . 


TOTAL 


\ 85 

i 


130 


57 


272 


Independent , ' 


72.9% 


58.5% 


62.40%' 


63.-6% 


Ratio ' 


21.2% 


40.0% ^ 


36.80% 


33.5% 


Dollar differencial 

< 


5.9% 


1.5% 


1.80% 


2. 9% 



Table 2. NUMBER OF CONTRACT DAYS ON-DUTY 

FOR ELEMENTARY, JUNIOR HIGH/MIDDLE SCHOOL, 
AND* SENIOR HIGH PRINCIPALS, 1974-75 



Number of 
Contract Days 


. Elementary 
Principals 


' Junior High/Middle 
School Principals 


Senior High 
' Principals 


Below 200 ^ 1. 


12.5% 


4.5% 


^ 

2.3% 


200-209 . \ 


28.0 


13.5 


^6.7 


'210-214 : 


11. o'^ ' 


. >11.1 


2.7 


215-219 


8.3 


8.6 


4.3 ' 


220-229 


15.2 


26.2 


29.0 


2^0-239 


5.3 


9.0 


10.6 . 


240-249 


12.1 


14.8 


'25. i ^ 


, 250-259 


2.3 


4.5 


7.1 


260 or more 


^5.3 


7.8^ ' 


12 .2 


Mean number of day^ 


218 


\ 224 


240 


Median number of days 


212 


221 


232 


Range : . Low 


180 


^180^ 


187 


High 


261 


264 


274 ' 


■ Number of reporting 








systems 


* 264 




255 . 
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